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The purpose of this evaluation was to the assess the Complexe , 

Medico Social de La Cite Solei18s (CMSCS) effectiveness in : 
> .  

implementing- human resources developaent and vocational training , 

, activities in Cite Soleil under the Expanded Urban  H e a l t h  Service 
Project (521-0210) , initiated in June 1989. I 

1 The scope of w0rk.f~r this evaluation ir.zluded: 

Evalwti&n of progress made by CMSCS under the project to 
improve the training programs, strengthen the relationship 1 
between private seetor e~lplloyers and the training program. and ,. 
upgrade the management and ef iici'ency of the training canters; 

I 

Ari assessment of the quality and relevance of vocational , 

training at CLte Soleil; 

An analysis of the internal and external efficiency of - the . 
training provided by CPBCS. 

The findings reported w e r e  derived from site visits, a review of . - 

relevant CMSCS and USAID/Haitl documents, personal interviews w i t h  ' -  

staff of cMsCS, the Centres Pour Le Development et La Sante (CUS) , 
and a l imited aurvey of instructors, students and graduates of the 
training centers, and local employers. Only ten working days w e r e  i ' 
available toconduct this 'study. More time to conduct a more 
axpansive survey would have been espcially beneficial, i 

I 

xrx, O ~ V T E W  I, 

USAID/Raiti support fur the B a n  Resource Development (BRD) - ; . 

activities of CWCS began in 1980, was reaffirmed under a second 
project in 1984, and continues today under the current project. 
The werrgding objective of the HRD programs is to improve the . 
stantlard of living. of l o w  income residents of C i t e  Solefl thrdugh ' -  
basic..education, vocational skills training, and income-generating 
activities. C M C S  operates three training centers which provide j 
IiRD services to three disadvantaged groups: unskilled adolescents i , ,  (Bestoh cent*) ; unsRilled and/or illiterate adult m e n  and wzmen : . - 
(Papayo) ; and :mothers of severely malnourished children (Brooklyn) . - - 
These centers represent the sole source of technical training 
available $a the 160,QOO residents of C i t e  SoleiX, 

Previous evaluations of the IIRD activit ies of CMSCS were conducted 
in 1983 (Alvarez) and 1989 (Evans), The 1984 prosect 
satisfactorily addressed most of the concerns cited in the first 
evaluation. current project activities incorporate many of the , 

recommendations made in the subsequent assessment, foremost of i 
which was to strengthen the linkage between the training centers 



and the local business community. 

1 A. Pregresa %n mplementing Project ~ctfv&ties 

1. Strenqthenina Linkaae With Private Sector. There is no 
evidence to substantiate that has inproved its ' 
relationsh* wgth the local businass communfty. The training , 

centers have yet to establish a private sector oriented ' 
steering committee, a job placement center, or automated 
studenk record and foll~w-up'sy&tm as speciffed in the X988 
project paper. B f  forts to acc~xpplish these project activities ' 
were hampered by CMSCSws delay b fbding a qualhfged : 
enplsyment/training coordinator to manage this work. me - 
individual was hired in August 1990, more than one year i- 
fsfPowing init iat ion of the two year project, 

2, mamake and W m a d e  Trainha P r o a r z m s  at Boston, and Pamayo, 
'and Develox, New Income Gewerakion Prmams at Broo)slvn,. 
Boston has been the, only- center to receive signifi-t 
attention under the prbject. The center has been evaluated by , 
the empXopent/trainiag coordinator who also serves as 
Director of the Boston vocational center. The t h e  demzm&s on 1 
the coordinator at Boston, in his  capacfty as Director, have 
a%fop:ded him little t h e  to attend %s the other t w o  centers. ; 
It is unrealistic to believe ohat one individual can perform / 
both of these jdbs ?dequately.+ 

8, %?raining Quality 

1. maininu Relevance. The relevance of the HRD training program 
is uxocertain since no binlcage exists -tween industry and the 
ca te rs  -to test the valzdity of the traiming, Thus, bt is ; 
entirely conceivable that the demand far t raWng in .skill 

----areas pot  off e d  at the center& fs far higher than exis* for !. 
the type of skills Wefning presently offered, 

r A 

- + .  As a consequence of the coordinator not having Bad the to . , 

assess areas of need and assign priorities to improve me . - 
I 

program, more than 70 perom of the' $194,200 budgeted "for ; 
program strengthening activities has yet to be obligated under ; - 
the project. I_ . 

i i c 
I 



2 ,  ~eachinu Curricula and Materials, The training @enters of ' 

Boston and Papayo continue to use curri'culz for the technical 
courses made available by the Institute National de Formation 
Professionelle (m).  his curricula appears adequate far , 
the technical courses. However, there are no courses , 

available in micro-enterprise development for the significant - 1 
number of graduates rho enter self-employment.* 

Student Selection. Guidance. Placement, and Follow-UP. An . 
entrance examination is now given by the Boston center t o  
students not attending the Boston primary or secondary : 
acadenic schools to  rationalize the selection process since ' 

demgnd exceeds supply of available slots. m s  action should ; 
reduce student drop-out. rates by raising the caliber of the 
student body, .None of the centers offer guidance to students 
In their course s e l e d o n  or job search. This lack bf : 
assistance provided to students duxing their training probably ' - 

results in poor course selections by some students, increkshg ' 

their chances of terminating early, SChe adverse impact of not : 
offering job placement services is manifested in low placement ' 
rates among graduates, estimated between 30-50 percent, I 

4. Staffina and Staff Develo~ment. Most instructors have ' 

technical secondary degrees., but lack training in pedagogy- 
Turnover among teachers -is low, partly as a result of their ' 
favorale salaries relative to the pay of public school ; 
teachers. No in-semice training of staff has taken place at , 

the centers since 1986, nor'tloes any. center currently have ' 
plans to upgrade staff. The number of students per teacher - 
averages 35, an acceptable level, but varies among the.thxee 
centers, and tends to decrease as the training becomes mure I 

formal, This f s logical since m o r e  complex training reg[rrkes 
i n s t ~ c t o r s  to devote more attent;Sion to each student. 1 
B~wever ,  at Boston, teacher-student ratios fluctuate wgaely : '  
between similarly complex classes, Variations of. this 
magnitude reflect zz hproper allocation of staff which needs ~ 

, 

to be corrected.*+ 

a S C S  .has recently obtained donor f-ing to begin a ma11 , 

loan program to assist graduates in establishing their own 
business, This program w i l l  also provide graduate& with i 

complementary training in business. 
! 

For example, the welding class has 14 students per instructor, : 
while in sewing, each teacher instructs 42 students. 

, iii 



5. physical Resources. The IHU3 program suffers from a severe , 

shortage of capital ~IH training equipment, especially +sPne 
centers of Bsstan aria Papayo. The needs axe e~,ormous: 
telephones at a l l  three centers to facilitate comdcation 1 
with the business community; a generator at Boston to operate ; 
its welding machines, personal so~puters and other electrical 
training equipment during frequent power outages; and , 

additional welding =chines, computers aria electronic kits at 
Boston and Papayo to reduce the nmnhr of students sharug 
each piece of equipment from an average of 10 to 4; An . 
additional classroom is also needed at Boston for the . 
kfcmdworkhg class, now situated 5.n a noisy, cbmmon area, 
poorly suited for learning. 

6. Oraanization and Manauement. '6he centers are managed by : 

dedicated and, for e most part, tesbnicalfy competent 
administrators. The organization i s  ntop-light*, as re%H&ed 
in a very ef f ic ient  ratio of one administrator for every 13 
instructors ( 1 ~ 4  is eonsidered average]. However ,  this lean 
administrative structure also hurts the argaaization as nor& ' 

of the &ectoz-s has much the  to a6dress the more complex , 

management an& technical issues associated with their , 

programs, This is mask apparent w i t h  the current D i r e c t o r  of : 
Boston who also serves as the empboyment/9=oordtinator-of the 

. entire fWD prqrm. While as caor&ina&or he is responsible 
far implementing the major activities sf this project, he has : 
not been able to attend to mis; work because of his Beawy : 

adainistrative workload at Boston. 

Relatianshin to the-Private Sectax, lZte apparent absmce.of ; 
a lirkage between 4zhe'txai.g centers and private sector fs ; 

the most s2gnif im-t deficfazcy of the HRD program. wfmout , 
systematic feedback Tram inclustry xegmdkng course Gontark, it i 
is not possible to know whether the training provided is : 
relevant to the neeas sf 1-1 business. The -player 
comrmunit-y is also less l a e l y  to h%re graduates from a program 
w i t h  which it is not fzmiliar. Thus, hlghez job plee-t 
rates- would be a nat=al cansequence ofb m y  effort to reach 
out: to the private sector:. 

*- Skills in Short SUDD~V. All five employers s m e y e d  fihd it : . 

most dfffimlt to obtain skillled industrial mechanics and - 
well-trained supervisors and managers, It is precisely,this : 
type of feedback from industry which CMSCS requires to insure i I ,  

that it is providing training in skill areas needed by local 
industry. 

t 

2, Knowledae and owinion of CMSCS Trainincr. The three employers . 
&miliar w i t h  the training provided at C i t e  Sole i l  rated it as , 

god,  All of the employers expressed a desire to hire 
graduates in the future. Horeover, recruitment, , they 
indicated, would be facilitated were the centers to possess 



telephones, 

3, Emlover Xnteres$ in Partici~atina on Steermu Committee, Abl  
0% the employers expressed an interest in serving on a 
committee to advise the fPaD programs a t  C i t e  Solei%.. This- 
interest is notivated not by charity, but by self-interest as 
each employer w o u l d  like to have a xslfahle source of well 
*abed hdividaals from which to recruit. 

D. Financial Stlstainabil%ty OF ERD at Cite Solei1 

1, Available Sources sf Xncome. Brooklyn represents-the only 
center where the sale of center-aade products should be 
f h e r  enc~uraged to generate additional revenue, Sales at 
Brooklyn coule be t y  C-dedl through aggressive 
marketing,, both in Bait.% and abroad, The additional revenue 
would raise the i n c o m e s  of the women prsducers as w e l l  as pay 
for a larger share of the costs of the training program, 

I 

2 ,  Student and -lover U s e r  Fees. Given the low incomes of Cite 
Soleiles residents, student user fees are not cons5dered a 
viable o p t i ~ n  for generating significant revenue for 'me ; 
training centers, However, the nominal fees now being charged 
at Boston do provide students with an additional incentive to 
remain in school, Regarding employer fees, gkven #at the 
principal purpose of the HRD program is to provide 
employability skills to the resfdents of C i t e  SoleiP, the , .  

program is not likely to ever become a direct deliverer of fee 
based training to local businesses, 

3 ,  - Epdowment Fun do Since the combined revenue from the sale of 
products at Brookxyn and student user Sees is not likely to ! 

ever cover the total costs of me! IIRD program at  Cite SolefX, 
CHSCS skould consider estaBlishPng an endowment fund, wit& ! 

contributions from other donors, in an effort to reduce its 
dependence on USAIQjHai t i .  Interest .from the fund would be' 
used to cover operating expenses -af the BRD programs, An 
endowment fund w o r t h  between US $1-5-2 million would be needed ; , 

. to maintain the programs at existhg levels of activity. 

E, Internal an4 -ma1 R a t e s  of ERbicfency - - 

1. Jnternal Eff iciency--Costs of Owratf on. The prograins at -cite 
-. Soleil ogkrate at a relatively Paw cost. The cost per student j - - 

year is US $68 at Brooklyn, $354 at Papaya, and $1792 at : 

Bostori. This is due, in part, to the lean administrative 
structure of the centers, and shortage of training equipment, 
The benefits of investing more funds in additional staff.an6 ' 

equipment may outweigh the costs, especially if w a s t a g e  from 1 
early student temnirlations can be reduced. Even Boston,,+he 
most expensive center, possesses a more favorable interkral 
rate of efficiency than other comparable vocational schools in  , 

Haiti. 



External Efficiencv--Job Placement Rates. The placenent rate 
among graduates is not known since none of the centers track 
the employment success of th~ir graduates. Estimates range 
from 30-50 percent based on the results of a sma18 survey of 
graduates, and feedback frola the directors sf the centes. 
Increasing the jab placement rate improves the rate of 
external efficiency by expanding the f inancia1 h n e f  its of the 
training program, measured through the increased income among 
skilled graduates, 

Benefit-Cost Analvsis. A benefit-cost analysis of the :BRD 
programs during the 2989-91 project years revealed that the I 

cost of. every $1 invested i n  training, generated a benefit ,of 
$2.80 as measured i n  additional income for those gsaduati~g 
during the project years who were  able to secure employment. 
The.internal rate of return on the investment was conputed to 
be 35,3t. This return is particularly impressive considerkg ' 

the analysis was based on a job placement rate of just 30 
percent, T h i s  suggests that the project has resulted in a 
favorable ,return an the investment and that the projecE is 
judgedto be economically sound and justified. The investment 
is viewed as even more attractive when considering the non- - ' 

quantifiable spillover benefits of the training, reflected in ; .  
better personal and family health care, a more civic minded I 

society, and better schooling among children of graduates. , - 

RE-ATION8 I 

Bstablish LPnkaae w i t h  Private Sector. CMSCS should 
immediately form a private sector advisory committee as an I 

initial  step toward establishing a strong relationship with : 
local employers. 

gob Placement Center and Student Comselinu Sexvices, 
, 

should begin developing a job placement center to assist 
graduates with their employment search. The placement center ; 
shoubd also offer refma1 semfces to those seekfng + 

assistance in  self-emplopexat, Guidance f r o m  instructors and , 

center staff should be provided rcjutinely to students during . 

registration to reduce the incidence ~i early tearmination, 

fidministratlve S u ~ ~ o r t  a t  Boston. An additional administrator d - * 
should be hired at  Boston for managing most of the day-to-day : 
operations to p e d t  the current Director to dedicate at least. , 

50 percent of his t h e  to his other position as 
employment/training coordinator. Unless the Director 5s 
Piberated of most of hfs duties at Boston, it is unlikely that : 

program areas in need of improvement will be addressed, a 

Student Record and Follow-UD System. As a complement to the ; 
Job placement center, a student record and follow-up system 
should be developed and automated. Such a system could be 



developed relatively easily in Cite Soleil by utilizing the 
family identification cards of the health project which 
provide basic household information on every family in .the 
area. nis is a uniqus resource which should be exploited by 
the HRY) programs of CMSCS. 

5.  pfarketina Strate-. A marketing strategy should be developed 
to expand the sales of crafts made at the Brooklyn Center, apd 
begin selling appropriate items produced at Boston. 

6 ,  Technical Assistance, -CIS should purchase technical 
assistance with some of the remaining $194,2Q0 i n  project 
improvement funds. The forslation of an advisory committee, 
development of job placement center, graduate tracking system 
and new marketing strategies are complicated endeavors whi~h 
wouldbenefftfrsm individualswith experhnceinthose areas, 

7. Manasement Trainins. CbLSCS should consider offering coukses 
in micro-enterprise development at all three centers for those 
trainees interested in self-employment. This training should 
be coordinated with, and complementary to  the business 

I 

training that will be offered to graduates of the HEZD program -- 

under the recently formed CMSCS credit program far new ' 

entrepreneurs. 

8; Eaui~ment Purchases. While the need for training equipment is I 

great, purchases ;should be deferred unti l  m-s of the ~ 

advisory conmitke'e have had an opportunity to validate the A 

trahing offered, Purchases of telephones at Papayo and 
Boston, and generator at Boston should be made immediately, 
however. 8 

9- Reallocate Instructors at Boston.  Serious consideration , 

should be given to reallocating instructors at Boston Ca 
provide more equitable instructor-student ratios among the 
teckqical classes there. 

10. Student U s e r  Fees. Consideration should be given to exp~tfldbng :, 
the existing user fee system to cover additional students at 

! 
Basta, as well as d-de trainees at Papayo, 

11. Endowment Fund. Serious consideration should be given to 
assist. mSCS i n  the creation of an endowment fund to lessen : 
their dependence on USAID/Haiti for funding of the HEtD program - 

a% C i t e  rSoXei.1. . 



I* INTRODUCTION 

" CQ- The purpose of this assessment is to assess the Csmplexe Me& 
Social Ds La C i t e  Soleills (CMSCS) effectiveness %w hpheaaen%hg 
human resources development (HRD) and vocaticrnnP training 
activities in Cite Soleil under the expanded Urban H e a l t h  S e r v i c e s .  
Project (521-0210) , initiated in 1989. T h i s  is a five year, US 
$10.8 million project w i t h  multiple components, the -smallest of 
which is a human resource development program, funded at $ - 5  . 
million for a t w o  year period. The other, larger components focus 
on health services: primary health care; family planning; ,AIDS , - -U 

prevent50n and control; and the institutional strengthening 'of : 

CMSCS. t ' S A X D / M a i t i  will d r a w  on t h i r .  evaluation to m a k e  a decision . 
on the desirability of seeking outside sources of funding to 
contime the O f R D  component of the project beyond the scheduled 
expiration of USAID/Haiti funding at the close of FY 91. 

B. Methodology 

The information contained in this report w a s  obtained through j' 
direct obsexvati ons of the training centers, i n t e r v i e w s  . w i t h  . 
mehbers of .CMSCS, administrators of the voeatfonal and basic 
eddcation progrims a t  Cite Soleil, relevant staff at USAID/Haiti, 
and the management sf the Centxes Pour Le Development et La Sante . ', 

(CDS) , the umbrella NGO administerfng the entire health project in 
C i t e  Solefl, as well as several otber urban sites in ~aiti- A >. 

limited survey was also conducted of five school instructors, 
twenty students, twenty-f ive graduates, a d  five local employers to ' 
gather information about their bpressions of the tra-ng 
provided, as w e l l  as the employment rate and income levels of : ' 
graduates. In addition, examined w e r e  many documents supplied by 
CMSCS and .USAID/Haiti, including past evaluations of the fffZD 
component, the curtent project paper, annual reports of the ; 

vocational schools, armd teaching materials, (See appendices A and 
B- for a complete listing ef individuals, organizations and 
.documents consulted. ) 

The thoroughness of this evaluation was limited by tho t d g  of 
the visit. IL total ~f only eight working days were available to , 

review documents, visit sites, conduct interviews and a survey, and 
- 

write the draft regost. More time would. have been especially 
.valuable to gather a larger, m o r e  reliable sample of individuals 
for the survey. F ~ m e r ,  it was not passLble to observe taakhing ' 

m e t h o d s  at Boston as the center was closed for stuaent vacation, 
Finally, the Director of the Brooklyn Center w a s  out of country 
during the time of this assessment. 
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E X *  PROJECT BACKGROUND 

A, History 

USAID/Haiti involvement w i t h  the Complexe began in 1980, when the 
' 

mission provided a four-year grant to support overall CMSCS progr:am : 
goals ant3 operating expenses for various health, education and 
vocational training activities. USAIDfEIaiti support for aese  same 
programs was reaffirmed in 1984, through the Urban Health and : 
Community Development Project, and continues today .under the 
current project. 

The objective of the human resources development component of the 
Expanded Urban Health Services Project is to improve the standard 

I 
of living of low income residents of C i t e  Soleil through basic : 

education, vocational skills training, and income-generating 
actTvities. 

Interventions under the HRD component of this project serve three 
purposes: (I) improve the quality, level, content and relevance of 
CMSCS training programs; (2) strengthen the relationship between 
private sector employers and the training program; and ( 3 )  upgrade 
the management and efficiency of the training centers. 

The human resources development programs of the Complexethave 
evolved through concern for three disadvantaged groups: 
(1) mothers of severely malnourished children; (2) adolescent 
students; and (3) unskilled and/or illiterate adults, The pragram I 
f s serving each of these three target groups at separate facilities ; 
which provide a w i d e  variety of educatfonal, vocationalana social ,. 

services. 

B. !I!he Preject Setting: CAte 801ei1 

C i t e  Soleil is one of the w o r s t  urban squatter settlements in i 
H a i t i ,  this hemisphere's poorest country. With a population 
exceeding.l50,000, Cite Solefl contains about 10 percent of 
the'entlre population of Port-au-Prince. The settlement consists , 

almost entirely of one story shacks crowded over approxhately one 
square mile of low lying land fronted by the Gulf of Gonave. W i t h  , - -  
a mean elevation of one foot above - sea level, flooding occurs ; 

frequently, aggravating existing drainage and sanitation problems. , 

The area has l imited access to potable water and electricity. - 

Xnf ectians, diseases, parasites and df azTheal disease combined w i t h  ' , 

malnourishment create one of the least favorable environments for 
survival, especially fox children. 

~ocio-economic surveys indicate that the average annual per capita 
income of Cite Soleil is less than $200, more than 50% of the , 

population is unemployed or underemployed, and more than 80% are j 
illiterate. Host of the employed w ~ r k  in the informal commercial , 
sector; the balance of employed work in small transfomation 



micxoenterprises, as domestic labor, and as factory labor i n  a 
nearby industrial park which employs about 30,800 in export 
assembly industries (electronics, clothing, and sporting goods). 

C. Description of CWCS Beroices at Cite Soleil. 

1. Health Care Delivery 

, The CMSCS health care system provides a wide range of public hea+th 
- services in C i t e  SoPbil: child nutrition, surveillance and 
rehabilitation; immunization for mothers and children; gre-natal 
and maternity care services; training and supervision of bi- I 

attendants ; AIDS prevention; control of endemic diseases ; emergency 
treatment and general hospitalization; and family planning. The 
system is geared to respond to the gravest health risks confronting 
the population, such as malnutrition, diarrhea and communicable 
diseases. W C S  is able to serve the population effectively by 
relying on a trained network of community agents. 

2. Human Resources Development 

The W e e  groups which have become the target of -RRD activities 
provided by CMCS receive their education and training at separate 
facilities: (a) me M o t h e r  Craft Center (Brooklyn); (b) the Foyer 

I 

C u l t u r a l  Center for adolescents (Boston) ; and (6 )  the C e n t r e :  de 
Promotion FamiHiale for adults (Papayo). 

I 

The general programs as well as specific areas of training provided 
by each center are outlined below, 

~ ~ 0 6 -  szBZER J~REA OF ~PEC-I~AMON 

General Educatbn 
I 

Primary Education Boston G r a d e s  1-7 
- Secondary Education Soston Grades 8-13 
- Adult Literacy Papayo Basic Literacy/Numeracy 
Adult Post-Literacy Papaya Grades 1-4 

. " - -- -- 
Formal Vocational Training * - * 

Boston Typing 
Welding 
Sewing/Embroideq 
Personal Computer Operation 
Woodworking 
Tailoring 



Boa-formal Vecatfonsl 
Training BraakPyn Sewing 

Embrof dery 
Crafts 

Typing 
Welding 
Tailoring 
Industrial Sewing 
Electricity . - 

Electronics 
Personal Computer 

fncome Genrratfon Brooklyn Embroidery *. 

Crafts 
i Cooking 

a. Brooklvn Mother Craft Center - a  - 

The Brooklyn C e n t e r  functions Both as a training facility and as a 
workshop for income generation. The trainees are women whose 
children are suffering from malnutrition a d  who lave been brought 
in for xehahfli%atLan, The Center not only teaches mothers how to ; 
care for- -*eft azkildren, bak in r6copizf  ng that child care is m o r e  f 
l ikely to. improve if e economic position of the mothers 
themselves improves, 2 2  training in literacy, sewing, . 
embroktery, and craft ~ p r ~ a e g i o n .  The most skilled graduates , 
remahi w i t h  the facility -kc %%sfst in the production of crafts sold ; 
by the center, About 180 waz$?:a axe involved in the production 
which includes greeting cards* c s x d c  figures, embroidered cloth, 
and dolls. Last year, the center sold about $90,005 w o r t h  of ; 
merchandise. Profits from these sales are paid directly- to the I 

women, enabling most to earn a noainally small, but aign%ficant 
income of about $20 per month. I 

Another important income generating activity at the cente~ is a : 
, - self-supporting women's bakery cooperative, forrned several-years i 

ago by graduates of the training progran in cooking, no longer 
- - offered by the center. The cooperative empl~ys I1 women who 

produce and sell pastry and other food locally in C i t e  Soliil. 
Members of the cooperative earn an average monthly salary of $50, , 

Because of the recognized success sf this activity, CDS has I 
successfully obtained additional funding from another donor agency , 

to support expansion of the bakery, _ -- 

b. Boston Adolescent ~ente* 

The Boston Center serves youth, ages 6 - 25 ,  through a variety of 
programs, most notably a primary and secondary school, and ' 

v~cational education program. The primary and secondary schools : 



provide an especially critical service in the local area as they 
represent two of just three accmedited schools serving the entire 
populatian of C i t e  Soleif, A vocational school i s  also situated at - : 

the Boston site, offerLng formal technical training to secondary 
students principally, but to older primary students as well. The . 

Baston vocational school is the only school in Cite Soleil 
providing technical training to a6dolescents. 

Vocational training courses are all three years in  duration, except 
for typing and computer operation which i;ztlte one ye?? terns, 

c. Pa~aya A d u l t  Center 

The Center offers male heads of households, ages 20 - 45, non- 
formal vocational training in electrical installation, electronios, ! 

tailoring, industrial sewing, and welding as well as literacy arnd 
post-literacy education (primary, grades 1-4 1 , A d u l t  Women .can 
also participate in the literacy programs and industkial s e w i n g  : 
clas~, The a i m  of the C e n t e r  is to provide a and 
unemployed adults with tools to enhance their employment 
opportunities, The teckn$cal courses are Pimitea to six months i.n 

An i m p o r t a n t  1 
order to limit trainees8 opportunity costs, 
complement t c i  the literacy and technical training ark  formative 
classes, held each Saturday which center on various aspects of ; 
personal, family and eommmity life, 

i I 
3 ,  Changes in Program Content Since 1989 

I 
Since the last evaluation of this HRD component in 1989 (Evans), 
the Boston and Papaye Centers bave amended their program offierLngs; 
the program at BroolcPyn, ~QW@V@~, has remained eonstant, Bastan n6- 
longer offers remedfal prhary'educationto adolescent& because of i 
the increasingly high demand for primary education at Boston among I 
school age children of C i t e  Soleil. The Center also no longer : 
produces and sells crafts, "preferring to focus efforts: -on - , 

strengthqing its vocatisnaT, program, to which it added courses in - 

personal computer ogerat-ion, woodworking, and tailoring. Papayo I 
has opened its doors to women in response to their strong demand 
for training in basic education and industrial s e w i n g ,  The grogram 
also added courses in post-literacy, typing, and personal conputer j 
operati on, 

1 "  

In addition, a loan program was initiated in 1990 for established i . 
> micro-enterprises i -n  C i t e  SoleiP. The program is adqJaistered by - 

the Mennonite Econoniic Ik~elopment Agency (MBIA), Thus far, this i 
credit program is experiencing an impressive repayment rate af aver t 
90 percent, In an effort to offer graduates of the fIRD program a t v  - I  
C i t e  Solei1 interested in self-employment w i t h  start-up capital, 
CDS- has recently obtained US $120,008 in funds from the IDB for the 
creation of a loan program t o  assist individuals i n  the creation .of 
a micro-enterprise. T h i s  program will be jointly operated by CDS : 

and MEDA, Complementary training in micro-enterprise development 

I 



will also be provided by BEDA personnel who now conduct ,such ' 

training under their existing loan program for established small 1 
businesses, 

X PAST BVALOPLTIOHB 

Two previous evaluations have been conducted cf CHSCSts banan 
I 

resources development activities at the Brooklyn, Boston, and : 
Pa2ayo centers, both studies were comissioned by US_A_fD/Haiti,  
The first was da:-+e in 1983 (Alvarez]; the secundl in 1989 (Evans), 

The results of both studies were sufficiently favorable to warrant , 

. continued financial support of .the activities by USAID/Eaiti, ; 
though each evaluation identified a number of areas in need df i 
improvement. . " 

I 

A. ~ h o  1983 Baluation 

Thi s  evaPatfon assessed each of the three centers in great detail .  : 

Overall, the centers w e r e  praised for their positive bpact  oh the 
aost needy members of Haiti, and growing. self-sufficiency. The . 

Brooklyn Center, in particular, was hailed as a m o d e l  f acf lity .for 1 
its income generating activities. In contrast, Boston w a s  rated 
poorly w i t h  respect to the quality of its training, placement of- 
graduates in jobs, ~perational costs, and marketing sf pr&ucts i 
manufactured by the students- Papaya was criticized for its l o w  : 
job placement rates and poor utilization of traiaing equipment, I 

; 

Tine report recommended that the income generating activities ,6f the 
c e n t q s  be improved and expanded fn oraer to provide indiviiluals. 
w i t h  income earning skills, as well .= generate additional rev- ' . 
for CHSCS. To carry out such an expansion, it was suggested €hat 

I, 

additional USAID funds be allocated to the vocational training 
activ5ties from the overall budget of the Health Services Project, r 
and that the administrators of the vocational training program be 
granted authority to independently solicit and recebve funds fron 
#a private sector and other donors. ]Funding far the human 1 

1 -  

resource development activities w a s  increased by U S A I D / ) l a i t i  firom : 
US $137,000 in 1983 to US $500,000 in 1989. 

B. me ags9 mraiuatfon 
$ .  

This evaluation cmcluded overall that wsubs&antial, but uneven, j - 

progress had been made in-the development of the human resources ; 

development programs of the health projectem The economic analysis . 

of the project suggested that, even under unfavorable assumpt5ons, ' 
the project had resulted in modest retums on the investment, 
Consequently, the project was judged to be economically sound . 
justified, 

The school administrators, staff and physical plant were cited ~3.s . 
areas of program strength, while identified in need a£ significant 
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improvement w e r e  the level, content, quality and relevance of the ' 
training program, equipment and training m a t e r i a l s ,  
interrelationships w i t h  private sector employers, and the overall , 

management of the human resource eommpanent. 

The author recommended that the overall focus of future activities 1 
be on increasfng the quality, relevance and efficiency of the 
training. To improve the job placement rate among graduates, it 
was strongly suggested that an employment/training coordinatok be : 
hired immediately. 

rv. e EVALUATION PI~IBGB . = 

This evaXuatian reviews the progress to date in achieving: the , , 

overall project objective and underlying purposes, 

Two sets of criteria are used to evaluate the project. The first 
set represents specific measures stated in the project paper which ' 

CMSCS was supposed to have implemented during the two year project. 
The second set assesses the overall  quality of the HRD program, in : 
terms of training content, felevance, employer feedback, financial 
sustainability, efficiency, and economic soundness, 

A. project Specific activities of cwcs 
.? < ,  

Several of the recommendations contained in the 1989 evaluation 
were incorporated into the project paper as specific measures Ithat 
W @ S  was to have impleumted daring the two year projeck. For a ', ' - 

variety of reasons, only t w o  of seven identified interverakiqns have I 
been accomplished, 

Measures mtplemented 

1, pire an Em~lovment/Trainina Coordinator. 

The employment/training coordinator wcs hired by CMSCS in ~ugust a 

i990, more than one year following initiation of the +wo year j 
project. This delay was largely attributed to the long search j 
required t o  locate a qualified candidate. The new coordinator also 
serves as the D i r e c t o r  of the Boston Vocational Center, a job ! - - ~ 

which, by S t s e l f ,  absorbs about 80 percent of i s  t h e .  i - 
7 * 

Consequently, this leaves him with little t i m e  to iglpleaent many of. I .  . < 

the other project activities W Q Q ~  at -strengthening the IWD . 
Prow=- 

2. U w r a d e  the Uvel and Content sf Existincr Trainins Promares at r , 

the PaPavo Traininq Center, with Improved Educational and 
Trainina Haterials and lmui~ment, and In-Service Trafninq 
Proqrams for Instructors. 

The CMSCS has partially implemented this measure. under: the 



project, the Papayo center has instituted typing and personal 
 compute^ operation classes, established a library, and purchased a , 

generator. Togethur, these actions have served to upyrade the ' 
training provided at Papayo, even though the need for new courses 

! 

in typing and computer is not absolutely c l ear  since the demand for 
this training by local employers has never been assessed. The 
benefits of the generator and library are readily apparent. 
Training is no longer hampered by frequent blackouts, and the 
availability o f  learning materials has been greatly expanded : 
-through the library. . . 

On the other hand, CMSCS did not provide in-service training to 
instructors, upgrade the level and content of the training t 
programs, nor improve the educational training materials zbd 
equipment used by those programs; the programs and teaching m e t h o d s  1 

remain exactly the same as before the project, 
. ' -  

Measures Not Implemented 

3. Establish and Maintain a Formal Steerinar Committee Cornnosed of + 

CMSCS staff. an E3tplovnaent8Trainiraa @oardinator. and Private ! 

Sector Emwlover Representatives. 
. ~ 

4. Develop, with Technical Assistance From a Women in  Davele~ment : 
Specialist, New Income Generation Trafnincr Proorrams for- Women , 

at the Brookl~n Trainina Center. 

5.  f nstall and Naiatain a Student Placement C a t e r  to Strenakhen 
pelationshi~s w i t h  Potential R~pI~vers, 

6. Install and Hanacre en Automated Student Recon3 and FO~IOW-UD : 
Svstem. 

h ,  

7 .  J3valuaCe and Imt3rove the Remedial EducatJon and 'Skills 
' 

graininq Prcmra'ms far Adolescents at the Boston TrainJnp : 
Center. * 

- - 
, , 

* The remedial education program for adolesdds at Boston was  . 
eliminated in 1990 as a consequence of a change h e ~ o l h e n t  ' 

policy favoring younger students. children ~ l d e r  than 8 years of 
I age are ns"long;er admitted into the primary school. 'Phis was done 

to accommodate the increasingly Urge number of youngex children of ' 

C i t e  Soleil  seeking a primary education at the B ~ s t a f i  schso1, one 
of just  two serving the entire population of C i t e  Soleif. 

I 



These actions were not tdEEen, in large part, because of the delay I 
in hlrfng the.empleyment/training coordinator, wBo was to d5rect 
implementation. W i n g  his first nine months, tihe coordinator , 

dedicated nearly all of his  t h e  to upgrading the program at . 
Boston, the most problematic of the three centers (Evans, 1989)- 
He has since completed a detailed evaluation of the Boston Center, , 
and begun to institute a series of changes there, which are : 

described in subsequent sections of this report. He! is only now 
begjcnn3ng to focus his  energies on the other two centers, and the 1 
broader measures needed to improve the overall HRD pr6;graim.* 

B. program Quality I 

This section evaluates the overall' quality and efficiency of &e 
program by reviewing those key factors which experience has Showri . 
to have a primary influence on vocational education (pmluatiarq ' ' 
Vscational Trainina EPraarams, World Bank, 1986). Survey results, 
interviews, document reviews, and site visits farmed the hash of 
these findings. 

o e v e ,  content, qtlality aod Relevance of tho ~rain-g ~rograms 

-- Format and content of curricula and syllabi -- fmplementation of courses: teaching process, m e t h o d s ,  L 

materials used and traingng activities -- Examination scheme; content and conduct of examhation " 

The Boston Center offers m e @  year courses in s~~eldiing, : 
woodworking, bfloring and sewing, and one year programs in typing . . 

and personal co~llputer operation. A l l  of Pawyo's courses are 23 j 
weeks, and those of Brooklyn range f r o m  1-3 months, dependhg on : 
the proficiency of the student. 

Since 1989, the Boston Center has added courses in personal : 
computer operatfon and woodworking, while Papaya has addmi a typing :. 
course and similar computer class. No changes in course content : . , 

were  made at Brooklyn. The new courses at Papayo and Boston w e r e  
added 3 q  the D i r e c t o r s  in response to their perception that such -: 
training was needed by empXoyers, Thek assessment was entirely 
independent, formed w i t h o u t  the assistance of any input f r o m  the ; 
employer community. This m e t h o d  of deciding course content in 
isolation has Men the standard-approach used at Papayo and Boston ; 
since they began offering vocational training more than 10 years ;. 

- 

* The lack of action taken by CMSGS to strengthen the ffRD program 
under .the project is manifested in the limited amount of funds it 
has dedicated to this end. Of the $194,120 budgeted in the project 
to improve the HEtD program, only about 30 percent of this amount 
has been spent. No funds have been obligated for teacher trdining- ; 
and materials or technical assistance, and only a small portion of 
available funds have been used for needed equipment purchases, 



ago. Consequently, the relevance of the training, course content 
and examinations a t  Pagayo and Boston is not clear since no linkage 
exists b e t w e e n  industry- and the centers to test the  validkty of 
theh programs. Students and graduates axe also not consulted by 
the centers to determine trainhg relevance. It is entirely 
conceivable that the  demand for training is far higher in skill 
areas not being taught by the centers such as, for example 
industrial mechanics and masonry, than i.t is for the training they 
now offer, Competency-based instruction, now universally accepted 
as the m o s t  effective teaching method ,  would help to ensure that 
course content was relevant to the needs of employers.* 

Instructors at Papayo and Boston continue to use the curriculh and 
syllabi made available by the Institute National de Formation 

- Prafessionelle (INFP),  Each course contains a set of objecti+es : 
and specific tasks which students are expected to perform , 

profici=t%gr by the end of the course, The D b e c b r  of Boston is j 
seeking fHFP recognition sf the center's programs which will expancl . 
the INFP presence at l3sston.eve.n dwrthex. At Brcoklyn, where the 
training is E a r  less formal, instructors develop their own teacfahg 
materials. - -. 
Notraining is available inmicro-enterprise development/management 
to  assist graduates of the HRD program interested in becoming sex+ 
employed, 

Students -do not receive textbooks as the Papayo and Boston Centers , 

only have suf ficfent funds to copy l h g t e d  sections 0% the' f%fPP 
books for student consumption. The examination system at Papayo . 
and Boston consist of written exams, covering subject concepts and 
theories, as we41 as practical tests where student@s are graaed an 
their ~)r&i&s, Brookjlyn rehies exclusively on practical exams , 

since many of its students are illiterate, 

Brooklyn and Papayo continue to use the literacy curricula provided j 
by the National Organization for Literacy and Cdl~~~unicatfon. The : 
primary education programs for children at Boston, and for adults , 

at Papayo rely on the curricula of the finistry of Education, as ; 
does the secondary school at Boston, 

* Conpetenfy-Based ~nstruction (CBI) is a teaching m e t h o d  tailored - -.  - 
to the student's individual pace at achieving competency in  {every 

t < .  

aspect of the trade. Ski'lled jobs are theoretfcsrlly disassembled 
into a series sf sequential tasks, of which the student must prove , 

himself competent before advancing to the next level. Itn addition 
to improving efficiency by enabling trainees=to exit and enter ; 
training based on acquired skills, CBZ helps insure that training ' 

is relevant to work as training content is initially determined 
I 

through an analysis of job tasks at work sites, CADERH, a major 
vocational education project of USAID/Honduras , is instituting a j 
national CBf system of instruction* 

I 



Surveyed students and graduates of Boston and Brooklyn all rated as 
satisfactory the level, content, quality and relevance of the - 
training,-programs. Many of the students and graduates of Papayo, 
bowever, were dissatisfied with the Pevel of training, indicating , 

that it was too superficial. This may signify a need to reassess ' 
the content of the programs offered at Papayo. 

o Btudents 

-- Selection methods, entry qualifications -- Counseling, guidance, placement and follow-up 

To enter the technical courses at Papayo and Boston, students- must 
be literate and numerate as success in the course requires -; 

competency in reading, writing and simple mathematics, Brooklyn 
does not impose this same requirement on its students, although : 
illiterate m o t h e r s  are encouraged to  attend literacy classes w h i l e  I 

learning a technical skill, 

In f 990, it became a requirement for a l l  first year students at the .' 
Boston secondary school to enroll in technical trahing at the ' 

center for a t  least one year. This was dona to equip the secondary j 
students with an employable skill, since statistically only about . 

20% of first year students gradvatem Older primary school stud4ents 
et Boston are also elfgible to enroll i n  a vocational coarse, 
though it is not a school requirement. Adolescents not attendhg 
the B o s t ~ n  prbary or secondslxy school may also enroll in the 
Boston vocational center. Xn an effort to increase the retention - ' , I 

rate mong students, the Boston vocational center administers an 
entrance exam for students not attending the Boston primary or 
secondary school. The aim is to screen out those studenzs not 
l ike ly  to succeed at the center- I 

Because demand for en-, fnto the primary and secondary schuol.s at , 

Boston far exceeds the supply of available slots, the! schools have , 

ha& to administer entrance examinations to rationalize tbeir 
selections. I 

- Adult men and women seeking entry into-the literacy progr& at j 
Papayo are selected based on their apparent interest. ' Admission to 
the first year post-literacy --proQrim is based on passage of a , 

literacy examination. Entrance fnto the second through fourth year I - - .- 
classes is also dependent on testing successfully. 

None of the vocational centers offers students counseling ar 
guidance services to assist in their selection of trades, nor helps 
them find jobs once they complete ae ir  training. Several years ; 
ago, the Director of Papayo solicited employers for jobs 
periodically at the nearby industrial park, but she no longer has 
t i m e  t o  conduct this work- No follow-up information on graduates 
is maintained by any of the centers. 



I O 
~taffing and S t a f f  Development 

--Staffing policy, salaries 
--Selection andl qualfffcatfons of staff 
--Size and quality of staff; turnover 
--Staff development plans 

Except for the additional computer, t y p i n g ,  and woodworldng 
instructors hired at Papayo and Boston, the teaching staff of the I 

HRD progsam has remained canstant. Teachers at the centers earn 
I 

comparatively more than their public school counterparts which is 
the principal reason for the low turnover among staff. 

nost of the instructors of tho three year programs at Boston a i l  
The computer and typing have technical secondary degrees. 

instructors all have academic secondary degrees and several years 
work experience in the private sector, The vocational training 
instructors at Papayo all have diplomas, are employed in other jobs 
as teachers and technicians, and have been with the center for 
several years. A t  Brooklyn, the sewing teacher is the only one 
w i t h  a secondary technical degree. The other trso instructors are 
graduates of the Brooklyn training program, and have just a f e w  
years of primary school. Each has been teaching at Brooklyn ior L 
about ten years- 

None of the centers has a staff development plan +b upgrade the . . 

skills of instructors, Yet ,  this is critical since instructors of 
the ERD program lack training in pedagogy which probably l i m i t s  
%eir abilfty to successfuPPy teach complex material. The absence , .  

o.r" pedagogical skills among the instmctionalstaff underscores the . , 

need for perfdic in-service trainhg a% HRD teachers. 

The ratio of instxuctors to students varies among the centers, and 
decreases as '-&e training becomes more formal, Teacher to student 
ratios -of about 1225 are considered optimal for the maore formal 
vocational training progratms, provided that resources are also I 
available to support instruction. Although lower teacher ratios- , 

probably could laat be financially justified, higher ratios inhibit  , 
good instruction. A t  Brooklyn, where training is the least formal, 
the ratio is 1~60, at Papayo 1:30, and at Boston, 1:25, However, 

- at Boston the ratio fluctuate8 widely depending an the class, from 
1 ~ 1 4  in welding to 1:42 in sewing. While the complexity of same I . - 
courses requires a smaller number af students per instructor, 
variations of this magnitude reflect an improper allocation of 
resources w i t h i n  the schooP. 

The survey found that students and graduates front a l l  three centers 
w e r e  fully satisfied w i t h  the quality of instruction, 



o Physical Resources 

-- Range, areas and layout -- Facilities, service and maintenance -- Range, relevance and adequacy of equipment -- Replacement of equipment 

The buildings at all three centers are in good condition, and 
appear w e l l  maintained. The layouts, ventilation, and l ighthg  at 
Papayo and Brooklyn are satisfactory. Equipment, however, 
represents one of the most significant deficiencies wi=Ln the HRD 
program. * 
The program= at Papayo and Boston, in particular, suffer from a , 

severe shortage of training equipment and supplies. The centers , 

are without a telephone, making it di f f i cu l t  to cultivate 
relationships w i t h  local industry, Welding, electronics; and ' 

computer equipment are needed at Papayo. To illustrate the need,. I 

in the computer class, 25 students share 2 computers: in w e l d i n g ,  
20 students share 2 welding machines; and in electronics, 35 1 
students share 3 electronics kits. !Phe equipment and supply : 
shortages are as great at Boston, particularly in the programs of 
computer, welding, and woodworking. It is difficult to conceive 
how learning takes place in these classes at Papaya and Boston, 

I 

The woodworking and welding programs at Boston also suffer f n m  a : 

shortage of space. Students learn in small open areas, heavAly ' 
trafficked by other students frequenting the cafeteria nearby.. 
This traffic distracts learning as the associated noise of those 
passing by the open classrooms makes it diff icult  far students ta 
hear: the teacher. 

of even greater significance to Boston than the dearth of equippant 
and space is the absence of a generator. With p w e r  outages a ' 
frequent occurrence in Cite Soleil, it fs critical that Boston have : 

its OM power so- sfnce it depends on electrical equipment for 
training. During the dry season, from February - July, power 5s - 
often limited to less than 2 hours of- instruction daily. 

L 

* Part of the. reason for the equipment shortages is that m&t of 
' 

the- funds budgeted in the project fnr this purpose have not yet a 

been spent. -This also is attributed to the delay in hiring the I 
gmplo~~1ent/training coordinator who was to have been responsible 
for developing a procurement plan for the HRD program, following ; 
completion of a detailed assessment of equipment needs. This ! 

assessment was not completed until after the cycle had expired for 
submitting the procurement plan to USAID/Haiti, 
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The surveyed students, instructors, and graduates all agreed that ' 
equipment is the area of the HRD program requiring the most : 
improvement. Employers surveyed who were familiar w i t h  the ; 
training centers at  Cite Soleil indicated they would hire m s r e  .; 

graduates from the program were they able to recruit by telephone ' 

to fill job vacancies requiring immediate occupancy. 
I 

o Organisation and Hanagemant 

-- Management s ty le  and effectiveness 
-- Institutional plan -- . Organization structure -- Kanagement information system - - 

A l l  three centers are administered by a dedicated group of 
individuals committed to improving the employability and income ' 
earning potential of the poor of Cite Soleil. Papayo and Brooklyn I 
are each managed by a nun from the St. Vincent de Paul Order. The r 
sister directing Brooklyn has a degree fn technical education. 
Sister Isabella, the Director of Papayo, is a dynamic individual 
who excels a obtaining outside sources of funding fox her , 

pr'qamns, but lacks the technical background to m a k e  necessary 
adjustments in course content, instructional methods, and i 
approaches to creating a strong linkage between the center and 
employer community, 

The recently hired Director of Boston, who also s e e e s  as ' 

employment/kahing coordinator of the HRD program, has the . 
technical background, natural intelligence, and drive to make 
significant improvements to Boston, as well to the-other centers. : 
Mowever, to be successful as coordinator, he must be relieved of 
some of his  duties at Boston to give him the requisite time to : 
devote to his other responsibilities. 

As a result  of tba initiative taken by the Director, only 'Boston : 
had developed a current action plan to accomplish a nu&er of : 
clearly articulated program objectives. None of the centers has a 
managanent information system, though the Director of Boston , 

. indicated an interest in developing-one for the entire BRD program. - .  

- - -The dedication of the directors is demonstrated i n  their ability to  
manage their' centers without the assistance of additional 
administrative staff. This bas helped to produce a very *top- t 
lightu HRD.program, manifested in an administrator to instructor . , 
ratio of 1~13. This is extremely low, considering that the average 
vocational education program has an administrative ratio of 134, 

I 

I 
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o Relationship to the Private Sector 

-- Training and employment -- Formal l ies  and services 
-I Industrial links of staff -- Industry-like environment 

The linkage between the I.6PU) program and the private sector is 
virtually non-existent as'nme of the centers bas regular co~taact: 
with the local industry, The li3RD program lacks a fcpmnal mechanism, 
to obtain periodic input from the employer community reg=di.ng 
training needs, areas of employment ~pportunity, course content,, 
required job competencies, and appropriateness of trainhg, 
equipment, Training continues to take place in a vacuum without: 
howledge of whether it is at all relevant to the needs of localc 
employers. This lack of contact between the centers and industry 
also hinders job prospects for graduates of the MRD program as 
employers are less likely to hire an individual from an -&liar 
training institution. Outreach services to the employer comun%ty: 
through the formation of a jab placement center would certainly* 
help to promote the center, and improve the possibilities of 1 
employment among graduates. Job placement ,rates among graduates; 
are estimated 'to be 50%, butwitabouta student follow-up system 3.1. 
place to verify such empfoyment data, the reliability of this 
figure is questionable. Of the graduates cavered in the survey,; 
m a n y  of whom, had completed their training several years ago, only 
45% were currently employed. 

None of the Centers has a job placement center or any ane aevo-g 
time to soliciting employers for jobs. Priar to 1989, the Ilkrector: 
of Papayo sought jobs from local e~pPsyers  on behalf of her: 
center's graduates, but she no Banger has time to devote ;tp this: 
activity w i t h  her heavier administrative workload at Papayo. 

Because most of Brooklyn's graduates find employment at the center' 
as producers of handcrafts that are sold both locally and abroadi, 
it is m e  bportant for the center to create B h k a g e s  w i t h  - 
wholesalers and retailers which would be willing to market 
Brooklynus products, than to seek strong ties w i t h  local employers. 

C. Employer Feedback 

A total of fik employers w e r e  surveyed from the nearby industrial . 
park of export assembly industries. The five hcluded t w o  apparel: 
manufacturers and three electronic assembly plants, Of the fi-: 
employers surveyed, a l l  but one had expanded employment last year, 
The average number of new hires was about 150, but most ob'thesej 
were fox unskilled assembly positions. Employers also indicated' 
that the recent fairings were largely to refill positions that had 
been reduced during the political disturbances last year. 
Recruitment is done mainly through existing employee contacts, and' 
by responding directly to solicitations for employment. None of; 



the employers indicated that they recruited employees from 
vocational traini-ng centers, 

Perhaps, because these employers do not recruit at vocational ! 

schools, they all indicated that it is difficult to easily find 
skilled workers, Bnployers indicated that the most diff5cult 
employees t~ locate were those w i t h  good supervisory and management 
skills and training in industrial mechanics. 

Three of the five employers were familiar w i t h .  -the training 
provided at Cite Soleil. All had hired graduates of Papayo several 
years ago in response to the efforts of the Director there, but had I 

not employed any recently, in part because of the d i f f h ~ l t y  in 
. readily communicating with the center, Those familiar wit21 the 

training all rated it good, 

Employers indicated that they prefer to provide trainhg themselves 
for the lower skilled positions in order to provide the employee I 

with important company specific -knowledge. Higher skilled 
employees, such as welders and mechanics, w e r e  expected to be .* 
adequately trained prior to their employment, 

All the employers surveyed indicated they would be very interested 
in participatfng on a committee to advise the centers on their 
training programs. Because of their positive perception of' the 
training provided at, the centers, they seem to view their 
involvement in the activities of the centers as a benefit to both 
the HRD program and their own companies, rather than simply a. I 

charitable exercise on their part* This type of mutually. 
benef icfal arrangement is critical for the long-term success of any 
formal emplayer-CMSCS relationship. 

D. Fimaa~ial Sustaimability -2 

, 

An objective of fJSAID/Haiti  is t o  assist in the creation of an'HRD 
program at Cite Soleil that is less dependent upon U.5. government 
aid. This section assesses the opportunities for further , 

diversifying the income sf the Hl?D programs to Lessen ' that 1 
reliance. 

1. ,Income Generating Activities 
. . 

Brooklyn is the only training center which gen&ates a signffieant , a  

a m o u n t  of income, Revenues from the sale of crafts totaled about 
US $96,000 last year, These funds were used to--provide income for 
the producers at the center, and to pay for production materials ; 
and supplies. This revenue represents a significant amount, 
considering the center was the exclusive reta5ler of the products. 
Increasing sales by more-aggressively marketing the products, both 
in H a i t i  and abroad, could raise incomes for the women producers, 
as well as finance the training operations -of the center, estimated ; 
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to cost about $30,000 annually. 

Products made at Papayo and Bre&kl"ym are no longer sold. since ' 
their focus is on training individuals for salary employment and 
self-employment, income-generating activities sre no.t viewed as a 
viable option for the t w o  centers. The short-training period at . 
Papayo also dues not offer students sufficient time to make 
products of marketable quality. However', the longer training . 
period at Boston does provide students with opportuni+ties to 
produce marketable products during the course of their training, as , 

was demonstrat& in a recent exposition at the center. This 
producti~n could be increased, perhaps, to a level where sales 
would finance the purchase of production materials and supp1i.e~. : 
Increasing produetion beyond that level could undermine the purpose 1- 
and quality of training at Boston. 

2. Student User Fees  
I 

Nominal user fees of Haitian $5 per m o n t h  are charged to students I 

attending vocational classes at Boston who are not enrolled at the ' 

center * s academic primary or secondary schoal, Waivers are ! 

provided to those unable t~ pay which represents a majority of the 
students based on collection records. lllhese fees are viewed not as : 
a source of revenue for the school but as a way to give the student , 

a sense of fnveslment in his education in hope of further 
motivating him to learn and remain in s&thl. Given the dearth of 
financial resources among Cite SolePlrs residents, user fees are 
nat considered a viable way to generate signif $cant revenue for the : 
training centers. 

3- Erriployer U s e r  Fees 

Vocational centers w i t h  solid reputations for providing high 
quality training are often contracted by industry to upgrade 
employee ski 11s- This  training is conducted at the training center 
or the plant. In the W.S. this training is usually conducted by 
technical community colleges .and private commercial t rainhg : 
organizations. At this t h e ,  the trainfng centers at Cite Soleil 

- - do not possess the requisite equipment; instructors and experience : 
to successfu~ly. market their training to industry bn a fee for 
service basis, Tlnus, thf s is not considered a viable option in -the 
short-term, and may never be given the objective of the training at 
Cite SaleiP. 

I 

4, Other Donor Assistance 

Since the combined revenue from the sale of products at Brooklyn 
and student user fees at Boston is not l i k e l y  to ever cover the , 

total costs of the MU) program at Cite Solcfl, CPllSCS will need to 
diversify the amount of financial assistance they receive from the : 
donor community. Donor contributions of US $1.5-2 million could be 
used to establish an endowment fund, tke interest from which would 
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be sufficient to support the HRB program at its current level of I 
activity . 

I E. Efficiency of IIRD Program 

I 1. Internal Efficiency 

The internal efficiency of vocational training is reflected in the 
average cost per student year of training. Internal efficiencies : 
improve as the graduation rate among trainees increases. In 1990, 
the cost per student year at al?. three centers in C i t e  Soleil 
averaged US $738, The cost was Lowest at Brooklyn, $68, whqe 
teacher-student r a t i ~ s  are high, trainizg is of sbort duration, 
equipment costs are m i n o r ,  and a l l  students, according to the 
instructors iaterviewed there, complete the program. Costs w e r e  . 
considerably higher at Papayo ($354) and Boston ($1792)* where : 
training is m o r e  forrmal, and only about 55% of initial enrol lers 
complete the training program. Raising the completion rate to 80% 
would reduce the cost per student year at Papayo and Boston to $283 . 

and $1434, respectively. 
! 

Based on discussions with directors. of the centers and the survey, 
t h e - 4 5  percent of initial enrollers who do not complete training 
most often leave prematurely to seek employment, tend to family 
problems, and because of poor health, 

. -- * The cost per student year at Boston also includes the casts of I 

the primary and secondary schools there as disaggregated data was 
not available. Thus, the actual cost per student year of the i 

vocational school is considerably less than $1792, 
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In s p i t e  sf the l o w  completion rates at Papayo and B~s ton ,  their 
internal ef f iciancy levels compare favorably with other similar 
vocational programs in ~aikf, According to a 1927 assessment of 
the education sector in Haiti, the average cost per student year 

' 

was leas at Boston and Papayo khan at similar programs offered by 
I 

formal public vocat%anal s&ools and proprietary schm3s. 

COMPARZLTZVE COST8 OF V ~ T X O N B I C I  EDUCATION 
(US $1 

1984 PRXCE8 

I 

I I 

$ 

I 

Papaye Center I 
? .  . 

2. External Efficiency I '  

The external efficiency of training is the second comparative 
measure of we overall efficiency of vocational fistructfan, h e  1 
external. ef f icf ency of training is determined by - the extent to . 
which graduates of training program are able to obtain employment 

' 

or become self-employed. ff graduates are not obtaining employment 
it is evident that  M e  training programs are not well articulated 1 
with employers* needs and the realities of the job market. 
Similarly, if self-employed graduates are experiencing serious : 
difficulties as entrepreneurs, the training program may be : . 
deficient and, probably, should be revised. , , .  

t - _  
- - 

. , 

I 

t 
; 



Due to the absence of any follow-up system to track the employment I 

outcome of gracluates , the external ef f icf ency of the H X l  p r o m  at I 
C i t e  Soleil is unfEPlown.* Directors of Boston and Papaya estimate . 
the job placement/self-employment rate among those completing the 
program at between 30-58 percent. 'Ehe Pixitea survey conducted . 
for this evaluation of Boston and Papays graduates revealed an L 
overall employment rate sf 45 percent, Of those empboyed, the ; 
average annual salary was $2820. mis compares with an average ; 
annual salary for-unskilled workers of $120Q.** 

i 

. . 
Data on tbe external efficiency of other vooational schmls in 

' 

- Haiti was not available, :.  

- 
P. Economic Soundness of HRD Progsam I , 

A benefit-cost analysis was conducted to determine the economic ,' 

soundness of the HEW program at Cite Soleil. Benefits from the i 
program accrue to both hdividual graduates of the txaining who i ' 

enter employment, measured in terms of added income, and to society :. 
a& a whole, reflected in the social utility of having, a better 3 
educated population. Experience indicates that individuals w i t h  
additional years of schooling are more likely to vote, participate I - ' , 

in civic affairs, practice better family health care, and encarage 1 
their children to perform well in school. These spillover effects, ' i - 

while certainly benefiting society, are diff icult  to quantify. . .  

i The relationship between an %adividualls education and income;level : 
. . 

is easy to demonstrate quantitatively, however. All other factors ' 

equal, better educated Indiv~duals are generally m o r e  produceive i 
and, consequently, earn m o r e  h m m e  than less educated members sf : ' 
s~ciety . . . 

Because no naatioiral income data by educational level was  available ; 
in H a i t i ,  a tygikl human capital zappreach was used to quantify the 

' 

! benefits of the MZe4 program at C i t e  SelafP. This appruach !. 

monetizes the . value ai the increased skills acquired by i - 
~. 

particzpants as a result of the training which they received. The 
-economic gain from the improved r supply is increased : 

I productivity, which is assumed to ba measured by increased e k i n g  : 
potential. Because of the.diffialtias in quantifying the income : 

" I 
* .  b e f i t s  of  the prbary, secondary, literacy education offera 

by- the HRD program, this analysis is limited to the earning 
benefits sf vbcaticmal training at Papayo and Boston. i 

* According to instructors interviewed at Brooklyn, all trainees 7 

either secure employment outside the centex or produce crafts fur : 
the center, The average salary of women wurkb~gr for the center is . 
$200 per year. This is extremely law considering the legal minimum 
wage in ~ a i t i  is a b u t  $4gday or $1040 mualPy, 

1 **. Based on. a 



Two measures are applied to assess the economic soundness of the 
investment, The first is the benefit-cost ratio, The second is ! 

the internal rate of return (MUa) , P, e. the weighted average retun 
over the life of the project to the resources engaged in the 
project . 

1. Benefit Stream 

Since none of the centers maintain any data on the earnings of 
graduates, this aata had to be obtained from the lfmited s-ey of ; < 

employers and employed graduates of Boston and Papayo. The earning : 
stream for Haitians without vocational training represents what . :' 
unskilled workers are generally paid, The earning stream for I 

Haitians with vocational training is based on the reported incame i 
levels of graduates of Boston and Papayo, as well as salary 
information for skflled technicians provided by employers. The j 
annual wage differential between these sk i l l ed  and unskilled- ' 
workers was computed to be $1620 (Appendix C, table 1)- 

The potential earnings difference for skilled workers was based on : 
d 

-the number of actual graduates from the Boston and Papayo trahing 
programs during the two-year project period. It was assumed5ebat :. 
30 percent of eke graduates would secure employment, This. rate " 

represents the b t t o m  of the 30-50 percent range reported by CMSCS j. 

staff . .The warking P i f  e of these individuals following trainhg is i 
assumed t o  be 20 years. Wage k n e f  its during the course of thib 20 , . 
year period w e r e  discountedto their present value at a-rate of P2 . 

percent, considered standard for this type of analysis in Eaitb : 
(table 2). 

( " '  

2, Cost StrezXm , '  

As an approximation of the actual cost of providing training. at : 
Boston and Papaya durf zig the two-year project period, this anal* 
relied on the budgeted costs contagfledt in table 10 of .the Expanded 
Urban Health seniices .project Paper. Because the budget does not , 
disaggregate the various programs at each of the two centers, the i 
budgzted cost of Boston includes the cost of the primary and 
secondary schools as well. Thus, the cost stream overstates the 
actual cost of vocational training at Boston. Costs during the : , - 
second year of p a  project w e r e  also discounted at X2 percent, - . e 

3, Results - . 
< 

The analysis indicated that the benefits of the training w e r e  2.k : 
times as great as project costs- The hternal=~rats of return was '. 

computed to be 35.3 percent, significantly higher than' the 
- 1 '  < opportunity cost of capital in either Haiti or the U.S. .(table 3 ) -  . 

This return is particularly. impressive considering that the benefit : 
and cost streams w e r e  both based on conservative assumptions i 
regarding job placement rates and p r ~ a m  costs at Boston. A job , 

placement rake of 50 percent, and more accurate cost data for the 



vocational training at Boston would have yielded a significantly 
higher return. 

This analysis suggests that the project is economically justified 
as the investment in  developing human resources has yielded a 

' significant monetary return. The returns from this investment are 
' 

even greater when considering the additional spillover b e f i t s .  

, 

Strensthenin~ Linkacre With - frj 1, vate Sector. The l-ge . ' 
- .  - 

between the RRI3 program at Cite Scsleil and the private sector 
Efforts to accomplish these project is nonexistent. 

activities w e r e  hampered by CMSCS's delay h finding a 
qualified employment/training coordinator tomanage this work, 

inina Pracnr 2 Evaluate and U~arade Tra a m s  at Boston and ~a~airo,  
and Develop New Income Generation Prourams at BrookPvn. 
Boston has been the only center to ' receive s iynif fkt  
attention under the project, The time demands on :the < 

caardinator at Boston, fn his capacity as Director, have 
afforded him little time to attend to the other t w o  centeks, 
It is unrealistic to believe that one individual can perform 
both of these jobs aaequately. I 

3, Traf niner Relevance. The relevance of the BRD training pragram 
Is uncertain since no lfnkage e x i s t s  between industry and ,$he 
centers to test the validity of the training. 

4 , yeachina Curricula and Matextalso The curricula appears 
adequate for the technical courses. However, there are no 

< " 

courses available in micro-enterprise development for .the 
significant number of graduates who enter self-employment, 

i 

5.  Student Selection. Guidance, Placement. and Follow-UO. me 
newly instituted entrance examinations at the Boston i ,  

vocational center should reduce student drop-out rates by 
raising the caliber of the student body, The lack. of 
a s s i s t a n ~ e p r ~ d e d a ~ ~ t u d e r a t s  durhgtbeirtrainhgprobab1y 
results in poor course selections by some students, increasing 
their .chances of terminating early. The adverse impact of !not 
offering job placement services is manifested in Low placement 
rates among graduates, estimated at between 30-50 percent, 

6.  Staffins and Staff Develomnent. The quality of training is 
adversely affected by the complete absence of any s-ff 
development plan for instructors and administrators of the 
training centers. The overall instructor-student ratio, of 
1:35 is considered acceptable, but varies too widely at Boston 
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between courses of simi lar complexity. Varf ations of this 
magnitude reflect an improper allocation of staff which needs 
to be corrected. 

7 , Phvsical Resources, The HRD program suffers from a severe 
shortage of capital and training equipment, especially the 
centers of Boston and Papayo. The needs are enormous: 
telephones at all three centers to facilitate communication I 
w i t h  the business comunity; a generator at Boston to operate 
its electrical training equipment during frequent power 
outages; and, assuming current training is valid, additional . 
welding machines, computers and electronic kAts at Boston and' . 
Papayo. An additional classroom may also be needed at Boston 
for the woodworking class, now situated in a noisy, cueon \ 

area, poorly suited for learning. 

8 .  Orcranization and Manaaement, The organization is ntop-lfghtw, 
as reflected in a very efficient ratio of one administrator 
for every 13 instructors. However, this lean administrative 1 
structure also hurts the organization as none of the directors i 
has much t h e  to address the mare complex management, and ' - 

technical issues associated with their programs, 
I ' 

9. Relationshh to the Private Sector. The apparent absence of 
a linkage between the training centers and private; sector is : 
the m o s t  significant deficiency of the HRD program* W i t h o u t  : 
systematic feedback fxon industry regarding course content, it 
is not possible to know whether the training provided is 
relevant to the needs of local business. The employer 
community is.also less Iikely to hire graduates from a progrm 
with which it is not familiar. Tbkus, higher job -placement ' ! 
rates would be a natural consequence of any effort to reach , 

out to the private sector. , .  

10. J$m~lovsrr Interest in Partici~atfnu on steer$- committee. 
Employers are willing to serve on a committee to adviseJthe , 

HRD programs at C i t e  SoleiP, This interest is motivated; not . 
by charity, but by self-interest as each employer would like . 
.to have a reliable source sf well trained individuals from 
which to recruit. 

11- Financial Sustainabilitv of HRD Froqrm. In order to legs- d -. the dependence of the MU) program on assistance from ; 
WSAID/Haiti, other sources of revenue r. led to be found, 
Expading income through additional craft sales at Brooklyn, 
initiation of product sales at Boston, and higher student: user 
fees at Papayo and Boston will reduce this dependence 
somewhat, but not enough to make the HRD program completely 
self-sufficient. Fur this to occur, CMSCS will need an 
endowment fund. 

12. Internal Efficiency--Costs of Overation. The programs a t , C i t e  



Soleil operate at a relatively low cost. This is due, in 
part, to the lean administrative structure. of the centers, and 
shortage of training equipment, The benefits of investing 
more funds in additronal staff and equipment may outweigh the 
costs, especially i f  wastage from early student terminations 
can be reduced. 

External Efficiencv--3ab Placement Rates. The placement rate ' 

among graduates is not known since none of the centers track : 

the employment success of their graduates, E s t i m a t e s  range  
from 38-50 percent: based on the results of a small sunrey of : 
graduates, . and feedback from the directors of the centers, ' 

Increasing the job placement rate improves the rate of t 
external efficiency by expanding the financial Benefits of the 
training program, m e a s u r e d  thxough the increased income'of ' 

employed graduates, 
- 
14. Economic justification of HRD Proarm. The investment in 

training during the two-year project period was found to be ' 

" .  economically justified based on a computed benef it-cost ratio ! 

of 2.8, and 35.3 percent internal rate af return. This 'return 
is particularly impressive considering the analysis was based : , 

on conservative assumptions, 

I. Establish Linkaue with Prfvate Sector- 
1 

CMSCS should 
immediately form a private sector advisory conanittee, as an ! 

init5al  step t o w a r d  establishing a strong relationship w i t h  : 
local employers. 

2, Job Placement Center and Student Counselincr Services. CMSCS ' 
.should begin ideveloping a job placement centex to assist 
graduates w i t h  their employment search. The placement center : 
should also offer refelcral services to those seeking' 
assistance in self-employment. Guidance from instructors an8, 
center staff shoult3 be routinely provided to students during ' -. 

registration t o  reduce the incidence of early terminatibns h e  1 
to poor course selection, 

3 ,  administrative Sumort at Boston. A n  additional administrator ~ 

-.should be hired at Boston for managing m o s t  of the day-to-day : 

operations to permit the cent Director to dedicate at least : 
50 percent of his time to his  ether position as ' < 

employme,nt/training coordinator. Unless the D i r e c t o r  is ' 

liberated of most of his  duties at Boston, it is unlikely that . 
any of the program areas in need of improvement will be 
addressed, 

4, Student Record and Fallow-UD Svstem. As a complement to the , 

Job placement center, a student record and follow-up system ! 

should be developed and automated. Such a system could be 
I 



developed relatively easily in Cite Solefl by utilizing the , 
family identification cards of the health pro3 ect ' which 
provide basic household information on every family in the 
area. This is a unique resource which should be exploited by' j 
the HRD program of CMSCS. 

Marketincr Strateav. A marketing strategy should be developed 
to expand the sales of crafts made at the Brooklyn Center, as I 
well as several of the more marketable prbducts made at 
Boston- . . 

Technical Assfstance. CMSCS should purchase technical 
assistance w i t h  some of the remaining $194,200 in project ! 

improvement funds, The famation of an advisory committee, ' 

development of job placement center, graduate tracking system 
and new marketing strategies for Brooklyn are complicated . 
endeavors which w o u l d  benefit f r o m  individuals w i t h  experience . 
in those areas. 

Manasement Trainins. CMSCS should consider offering courses 
in micro-enterprise development at the Boston, Papaya and 
Brooklyn centers for those trainees interested in self- ,. 
employment. This training should be coordinated with, and : 
complementary to the business training that w i l l  be offered to . 
graduates~of the IWl program under the recently formted.CMSCS : 
credit program for new entrepreneurs. I 

I 

Ecrui~nmkt  Purchases. While the need for training equipment is I 
great, purchases should be deferred until m e m b e r s  of the 
advisory committee have had an opportunity to validate the 
training currently offered. Purchases oftelephoneslatPapayo , 
and Boston, and generator at Boston should Be< made 
inunediately, however- i 

peallocate Instructors at Boston. Serious cansideration I 

should be given to reallocating instructors at Boston .to - :  
provide more emitable instructor-student ratios among the , 

technical classes there. 

10. student U s e r  Fees.  Consideration should be given to expanding : - - 
the existing user fee system t o  cover.additiona1 students at , 

-. 

Boston, as well as the trainees at Papayo. . . - - 
11, Endowment Fund. Serious consideration should be given to 

assist CMSCS in the creation of an endowment fund to lessen : 
their dependence on USAID/Haiti funding of the ffRD program at 
.Cite Soleil. 





APPENDIX A 

Individuals and ~rganieations Contacted 

CDS - 
Dr. Reginald Boulos, President D i r e c t o r  General 
Sabrina F. Jaar, Assistant Director 

USAID/Haiti 

Marie Marlene Charlotin, P r o g r a m  Specialist 
Office of Health, Population and Nutrition 
Gabriel Verdet, Economist 

I 

Boston Center 

Cayo Jean Bernard, Director of Vocational School; 
Employment/Training Coordinator 

Venise Robillard, Director Primary School 
Pierre et Aude, Director Secondary School 
Michel E s t i m e ,  Welding Instructor 
Dehane Jean Claude, Woodworking Instructor 
Lavand Andre, Tailoring Instructor 

PaDayo Center 

Sis ter  Isabelle Lumpy aud Dominique, Director 

Brooklvn Center 
I 

! 
Mb. Lamare, Sewing Instructor 
Rose Marie, Bakery Manager 

. 
-- . - ..- 

. 
I 

- . - -  
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1. Evaluatins Vocational Traininq Proarams: A Practical Guide. 
World Bank. 1986, 

2. Haiti Education and Huraan Resources Sector Assessment. . "  
~ ~ A f ' D / ~ a i t i .  1987. 

3. Linkins Traininu and Em~lovment: An Emerains Perswective. " 

Herschbach. 1985. I 

4. povincr on in C i t e  Simone: Urban Job Trainfzq Under cond5tions : 
of Economic Stress. Alvarez, USAID/Haiti, June 1983, 

5.  Project Evaluation, CADERfI Vocational Trainincr Proiect. 
USAID/Honduras. August 1989. 

6. Project Evaluation, Human Resource Develo~ment Component of 
the Comnlexe Medico-Social De La C i t e  Soleil- mans, 
USAID/Haiti. January 1989, 

7 .  Project Paper, Emanded Urban Health Services. ~sAID/Bhiti. 
June 1989. 

8. Project Paper, Urban Health and Communitv DeveloDment. 
USAID/Haiti, May 1984. 

9 ,  Small Proiects Financina Procrram Pro~osal for Financins and 
Technical Coo~eration to CDS- CDS. 1996, 

30- The Demand for Trainina and the Caoacitv of fnstitut%ons-to f 
Deliver Vocational/Technial-'fraininq in Nicarasua. Creative 
Associates, USAIB/Nicaragua. November 1990, 

1 1  Vocational Education and Trainina: A Review of World' Bank , 

fnvestment. World Bank, 1989. 

- 12, World Bank investment in Vocational Education and hainins .  , 

World Bank,. 1988. 
1 -- -- - -- - - -- 

13. 1990 Annual R e w r t  of Papavo Trafnina Center. Lumpy aud : - 
Donninique. 1990. 

14,  1990-91 Annual R e ~ o r t  of Boston Vocational Center. Bernard, 
1991, 

15. 1990 Evaluation of Boston Vocational Center. Bernard. 1990. : 
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8. Approximately, how much do you earn nou per week? 

9 .  HOK d i d  you f i n d  employment? 

1 School placement 

/ Word-of-aouth (friends) I= 

/ - .  7 Advertisements 
A 

/ Others cx 
10, Have you ever been unemployed since you were trained? 

I 3  y e s  /7 no 
HOG many t imes? Hou l o n g ?  (months) 

11. Hou l o n g  d i d  i t  take t o  f i n d  employment? , 

/ 2 found a job immediately 1- 

1"- Jmonths  

/ 6 months I= I 

I 7  1 year 
I ;  

/ more than a year i 

I 

Opinion of Training 

12. A r e  you applying fn your uork what you have learned during )ioar~ - training? 

/ No 1 1  
.- ---  - -1 s l i t t l e  I-" - - - 
7 a lot 

13. What is your opinion of the training. compared to yo 
expectations? 

/ It met my needs and expectations 

/ - I was disappointed by the t r a i n i n g  

Reasons f o r  disappointment (explain]  .-- 
.,?$?$, - 



1 4 .  In your opinion, which of the follbk-ing aspects of the  coursefare 
satisf actor). or unsatisfactory? 
(S: satisfactory - U: unsatisfactory - ?: no apiniah) 

a: level  of training S U ? 

b: content of t ra in ing  S U ? 

c: Quality of instructors S U ? 

U d: Workshops equipment S ? 
i 

e: D i s c i p l i n e  S U ? 

f: Other aspect (specify) S U ? 

15. In your opinion,  what two actions would most improve the  course.  
[no more than t u o  answers) 

1 - 7  - a; improve b u i l d i n g s  

// - b: improve equipment - 
1 7  - c: raise. standard of t ra in ing  staff 

* 

/7 d: raise standard of course 
I - 

1 7  - e: increase length  of course 
/7 f :  provide better guidance of trainees 

I 

- 
/7 - g; t i g h t e n  discipline - - - 

16, fn your opinion what i s  the l e v e l  of tra in ing  i n  the course in 
r e l a t i o n  to the abil5ty'of the  -students? 

-f' - a: course .too d i f f i c u l t  

T - b: course too easy 

/7 c: course about right - 
17. Kould you recommend t o  your friends or re lat ives  the  same type of 

t r a i n i n g  you took? 
1 

/ yes 7 no ?Po- 
+ 

1 Q no .,,.. ,,,.c;aar. L- --------*-*:--- -c - -  --a II - - -  



Questionnaire for Instructors 

Imhuctions: This questionnaire is designed as a basis for an interview with a 
small group of inshuctors (about six to eight). The answers should record the consen- 
sus (if there is one) or hdicate the diversity of views. 

1. What course(s) do you teach? 
2 In your opinion, are there enough instmetors for the vocational progm&? 

a. Enough 
b. Tm few 
c. No opinion 

3. If there are too few instructors, what is the main reason? 
a. Pay is too low 
b. There is no interest in the speciality 
c. Other 

1 

4. What is your main reason for entering the teaching profession? 
a. Money 
b. Status or social position 
c. God working conditions 

. d. EmpIoyment stabiity 
5. If you have coIleagues who have left the teaching prof-on, what were the 

~ r ~ n s ?  
a. Tm gew chances for promotion 
b. Mentail fatigue or stress 
c. Pay too low 
d Working conditions bad I I 

e. Duties too heavy .. 
6. What is the range of dass size in yo~-courses? 

D o  you think this number is 
a Adequate? 
b. Too large? - 

- c. Toosmall? 
- d No opinion 
7. In your opinion, what is the level of the students* ability in relation to the 
_. planned level of the course? 
a Superior - 
b. Inferior 
c The same 

8. in your opinion, what is the main reason for students' dropping out7 
a. Inadequate level of knowledge 
b. Difficulty of travel to center or school 
c. Lack sf discipline 
d. Health 
e. Financial reasons 
f. Availability of employment before graduation 
g. Farnily problems 

.?7 

h. Other 



9. Do you have enough teaching materials for your courses? 
a. Yes I 

b. No 
c. Satisfactory in some ways, but not in others (give details) 

10. Is the equipi~lent adequate for your courses? 
a. Yes 
b. Insufficient in quantity 
c, Inadequate in quality or range 
d. Technologically obsolete . 

11, Is the equipment similar to that used in industry? 
a. Similar 

- b. Superior 
c. Inferior 

12. What do you think of the maintenance and cleanliness of workshops? 
a, Good 
b. Insufficient 

13. In your opinion, is it easy for graduates to obtain emphyment? 
a* ]Easy , / 

b. Difficult 
c. Don't know 

14. If it is difficuIt, what is the main reason? 
.* 

a. There is little demand for the specialty. 
b- The training is inadequate. I 

c. Other (give details) 
15. In your opinion, what two measures would contribute most to the improvement 

; of the school or center? 
a. Improve buildings 
b- Provide more equipment 
c- Review and update curricula , ~ 

d. Improve materials 
e- Upgrade instructors . . 
f. Improve student selection 
g. Improve coullseling and placement of graduates 
h Coordinate courses more dosely with the requirements of the market 

I 

I 
.- - A. . - . .  . . . - * -  

- -  - 
I - 

. -- 
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TABLE 1 

E 8 T m T E D  UNDIBCQUNTED -IN08 ST'- FOR IIBITIAHS 
W I T k  AWD WITHOUT TECHKCC~US TaAINZNG 

, 

OIEImOUT W I T H  WAGE 
YEAR TR~EXIXG XI 'muinmuo n/ D~FFERE~UTI~L 

1 $1200 $2820 $1620 
2 1200 2820 1620 
3 1200 2820 1620 
4 1200 2820 1620 

. - .  5 1200 2820 1620 : 

6 - 1200 2820 1620 
7 1200 2820 1620 
8 1200 2820 1620 
9 1200 2820 1620 
10 1200 2820 1620 
11 1200 2820 1620 
12 1200 2820 1620 
13 1200 2820 I620 
14 1200 2820 162 0 
15 1200 2820 1620 i 

16 1200 2820 1620 
17 1200 2820 1 1620 
18 1200 2820 1620 
19 1200 2820 1620 . 
20 1200 2820 1620 I 

! 
, 

. , 

1/ Average wage of unskilled worker, based an salary data " 
reported by surveyed employers. 

2 /  Average wags of skilled worker, based on salary data reported ' 

by survey employers and graduates of Papayo and Boston,  
- 

I 

? , "i 
2 

" 



TABSE 2 

ESTIMATED UNDISCOUNTED WAGE BEHEFIT FOR ERD PROGRAM GRADVATBS 
DURING EXPANDED URBAN XERLTH BER'PXCE8 PROJECTo 1989-91 

WAGE m G &  TOTAL GROUP 
YEAR GRADUATEB PLACEXENTB* DIFPERE?lTUU, BENEPf T WAGE B-21 

1 196 59 $1620 $ 95,256 $ ss,zse; 
2 287 62 1620 100,440 

~ ~ 

195,696 ' 

- 3 195,696 
4 195,696 
5 195,696 
4 195,696 
7 195,696 A 

8 195,696 : 
9 195,696 
10 195,696 
I1 195,696 
12 195,696 
13 195,696 
14 195,696 : 
15 195,696 
16 195,696 ' 

17 195,696 : 
18 195,696 .! 
19 195,696, 
20 195,696 : 

* Assumes jab placement rate of 30 percent, , 

I 

- - 

S 
P ?+."a - A d  

' "J 



TABLE 3 

BENEFIT-COGT BNALYSIB OF ERD PROGRAM UNDER 
EXPZWDED =AN H E U T H  8ERVICES PROJZCT, 1989-93L 

(Discount R a t e  of P2 percent) 

TOT= WAGE ' TOT= PROJECT C08T8 BEHEFXf 8 
HEAR BENEFIT8 , @08T8+ DISCOUNTED D I S C O ~ E D  

Benefit-Cost Ratio = 2.8 
Internal Rate of R e t u r n  = 35.3 percent 

- . . 
I 

-+ . Costs are estimates based on budgeted,costs contained in. table 
10 of the project paper, 

. -- 
: 

I 





QUESTIONNAIRE FOR STUDENTS 

1. What courses are you taking? 

2. What are t h e  major reasons that persuaded you t o  take the 
course? 

I do not have a job and want to get  one 

I want to s tart  my own business 

I w a n t  to acquire a s k i l l  

O t h e r  
." . 

3 In your opinion, what w i l l  he your chances of getting a job at : 
the end of t h e  course? 

good 

average 
f 

poor 

- other 

4. What is your opinion of the course compared wZth your 
expectations? 

- This course was very productive 
: .  

I was disappointed 

5 .  In your view, what aspects of the course respond to the , 

following specifications? ( S "  = satisfactory; -UU = 
unsatisfactory; = no opinion 

1 

a. level of training S u ? 
I 

b- S u ? course curriculum 

C .  quality of instructors S U ? 

S U ? d- equipment 

S U ? e discipline 

S U f. other aspects ? 

c 3 .  ! 



QUEST1 O M X I  RE FOR GRADUATES 

Backp round 

Kame of Student - Age Sex I /Pi - ,,/F - I 
I 

Same of School Attended , 

1. What Course d i d  you take <technical area 

Have you taken add i t  ional t ra in ing  courses? Where 

2 .  Level of formal school ing before entering t ra in ing  

/ X a :  none 

// - b: Primary school 

/7 - c: Middle school 

/I - d; H i g h  school 

3. Length 'of training prozran; 

/ /  a: 1-6 months I - 
/-/ - b; 7-12 months 

1 7  - c: more than 12 months 

4, Sear  when finished tra in ing  , 

Employment - * 

5. Are you currently employed / - 1 yes .=I  no . 

3. A r c  you self employed 1-1, - or employed by others for a 

wage? /7 
7 .  Does your present occupation related to your training? 

/I yes I 2  no 

* <* (,I% 


